This research attempts to present an approach for achieving the relationship between organizational citizenship behavior (OCB) and human resource empowerment (HRE) among staff at University of Isfahan. Statistical population of the study was all of the staff in administrative -financial, education-cultural, and research sectors at University of Isfahan. Among them statistical sample was selected randomly. Research method was descriptivecorrelative and data was collected using two questionnaires: psychological empowerment and organizational citizenship behavior. Mentioned questionnaires had content validity and their reliability was .88 and .86 respectively that were calculated through Choronbach ُ s Alpha.
Introduction
Research on human resource psychological empowerment began to appear in the literature in the late 1980s. Empowerment defined as a process whereby universities employees and participants develop the competence to take charge of their own growth and resolve their own problems and "Organizational citizenship behavior (OCB) is referred to as a set of discretionary workplace behaviors that exceed one's basic job requirements. They are often described as behaviors that go beyond the call of duty. Research on OCB has been extensive since its introduction nearly twenty years ago" (Zarea, 2012) .
OCBs are still primarily viewed as behaviors that are generally discretionary and less likely to be formally or explicitly rewarded in an organization (Podsakoff et al., 2000) .
Human resource Psychological empowerment can possess various roles in organizations. One of the most important of them is creation and enhancement of Organizational citizenship behavior. Designing and clarifying the model of Psychological empowerment and its relation Organizational citizenship behavior between university of Isfahan employees is the main topic of this research.
Thus the researchers intend to help the managers of universities through this research.
Literature Review 2-1. Human resources psychological empowerment
Psychological empowerment is defined as "increased intrinsic task motivation manifested in cognitions that reflect an individual's active orientation to his or her work role (Spreitzer, 1995) . Since its introduction, the construct of psychological empowerment has been used to measure Human resources psychological empowerment in a number of empirical studies in the context of the service industry (e.g., Chiang & Jang, 2008; Kim & George, 2005; Kim et al., 2011; Ro & Chen, 2011) . Specifically, it has been found that psychological empowerment has a positive impact on job satisfaction for American restaurant employees (Gazzoli et al., 2010) and American hospitality workers (Lee et al., 2011) , organizational commitment for Korean hotel restaurant employees (Kim et al., 2009) , and employee perceived service quality for American service workers (Ping et al., 2010) Organizational Culture, Leadership and Organizational Justice Relationship with Organizational Citizenship Behavior for Higher Learning Institutions in Malaysia(Kadar Khan and Abdul Rashid 2012).Psychological empowerment has three dimensions (Spreitzer 1995): a. Meaning: Meaning is the value of a work goal or purpose, judged in relation to an individual's own ideals or standards. b. Competence: Competence(self-efficacy) consisted of an individual's belief human capability to perform activities with skill c. Self-determination: is an individual's sense of having choice in initiation and regulating actions. d. Impact: Impact is the degree to which an individual can influence strategic, administrative or operating outcomes at work. Human resources empowerment is a process by which a empowerment culture is developed. In such culture, goals, decision making borders and the outcome of effects and efforts are shared in the whole project. Human resources empowerment process can be summarized into three stages (Faraji lahijani 2012):
1. Information sharing: it allows human resources to recognize and analyze project situations. Information sharing is initiated with project confidence building and breaking down hierarchical thinking, and it results in increased human resources responsibility. ISSN 2162 -3058 2013 2. Autonomy and working independence all across the project boundaries: project boundaries are specified through the goal, values, regulations, target, roles, and project system and structure. 3. Replacing hierarchies with self-managed teams: when a group of human resources is selected with specific responsibilities for working process within project, they plan, execute and manage everything and responsibilities are divided equally. Advantages of self-managed teams include: providing occupational satisfaction, work commitment, better communication between human resources and project managers, more effective decision-making processes, work improvement and development, reduced project costs and project productivity.
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2-2. Organizational Citizenship Behavior (OCB):
OCB is defined as "individual behavior that is discretionary, not directly or explicitly recognized by the formal reward system, and that in the aggregate promotes the effective functioning of the organization" (Organ, 1988, p.4) . Cooperative and discretionary behaviors by employees, called Organizational Citizenship Behaviors (OCB), are regarded as an important individual outcome which promotes effectiveness in organizations (LePine, Erez, & Johnson, 2002; Kim et al. 2011) . OCB refers to various dimensions such as Altruism (e.g., helping specific individuals), Conscientiousness (e.g., going beyond minimally required levels of attendance), Sportsmanship (e.g., tolerating the inevitable inconveniences of work without complaining), Courtesy (e.g., informing others to prevent the occurrence of work-related problems) and Civic Virtue (e.g., participating in and being concerned about the life of the company) (Organ, 1988) .
In the educational settings, research on OCB is a recent trend. As psychologists have assumed that to meet the new standards that have been set for schools and universities. The personnel must go out of bounds of minimum performance standards of their duties. At the university level this is desired to increase the overall efficiency of the organization in terms of students' [employees'] satisfaction and performance (Farooqui, 2012) . Bogler and Somech(2004) Study focused on the relationship between teacher empowerment and organizational citizenship behavior (OCB). It examines which empowerment can best predict these outcomes. Pearson correlations and multiple regression analyses indicated that personals perceptions of their level of empowerment are significantly related to their OCBs. Wat and Shaffer (2005) suggest that empowered workers who perceive a high quality social exchange relationship with their manager are likely to engage in OCB. Alge, Ballinger, Tangirala and Oakley (2006) also argue that employees that feel empowered are likely to perceive the link between their actions and broader organizational outcomes and feel more responsibility for helping others over and above what is specified in their job requirements. Harris, Wheeler, & Kacmar (2009) Lee and Kang (2011) indicated that the psychological empowerment positively affected on the OCB.
2-3. Human resources psychological empowerment and OCB
When employee empowerment becomes apparent, (employees become empowered) dimensions of organizational citizenship behavior that presumably and naturally exist in every person find opportunity to emerge and flourish (Nezakati et al. 2012) .
The objectives of the study
Were:
1. Find out the relationship between employees perceptions towards psychological empowerment and OCB. 2. Investigate the relationships that might exist between human resources psychological empowerment items (Meaning, Self-determination, Competence, Impact) and OCB (altruism, conscientiousness, sportsmanship, courtesy, civic virtue).
Hypotheses of the Study
The researcher proposed three main hypotheses as follows: 1. There is significant relationship between total Human resources employees' psychological empowerment and total OCB. 2. There is significant relationship between total OCB and Human resources psychological empowerment items. 3-There is significant relationship between Human resources psychological empowerment items and OCB items.
Research Methodology
This is the explanatory research study based on the survey method which measures the relationship between employees' psychological empowerment and organizational citizenship behavior in the University of Isfahan in Iran. Statistical population of the study was all of the staff in administrative (N=389) , financial (N=183), education-cultural (N=189), and research sectors(N=17). Among them statistical sample was selected randomly (n=122) -financial (n=56), education-cultural (n=58), and research sectors (n=5). Research method was descriptive -correlative and data was collected using two questionnaires: psychological empowerment (Spreitzer, 1995) and organizational citizenship behavior (Podskoff, Mackenzie, Moorman & Fetter, 1991 Based on the findings of table 4, the correlation between the first pair of central variables is equal to 0.658. This value shows the existence of a medium linear correlation between psychological empowerment indicators and any linear combination of organizational citizenship behavior (OCB) variables. There is a correlation between the first pair of organizational citizenship behavior (OCB) indicators and competence.
The first value of Chi-square equals to 750581, corresponding to Wilks coefficient at P ≤ 0.05 level is significant indicating that all correlations in the first pair of canonical variables are not equal to zero.
The second value, equal to 90789 at P ≤ 0.05 level is not significant. Such for the third and fourth value, all of the correlations are equal to zero. Thus, the third hypothesis has solely been confirmed in the first pair of central variables. By calculating canonical correlation coefficient in table 4, the ratio of pair correlations between indicators are specified.
Discussion and conclusions:
The main aim of this survey was to investigate relationship between organizational citizenship behavior (OCB) and human resource empowerment (HRE) among staff at University of Isfahan in Iran. Considering the results of table 2, There is a relationship between Human resources psychological empowerment and ISSN 2162 -3058 2013 organizational citizenship behavior (OCB).In other hand human resources empowerment can bring positive OCB. This conclusion is compatible with the findings of Bogler and Somech (2004) , Yun, Cox, J., Jr. and Salam,(2007) , Abazeed (2010), Zhang, Lam, and Chen (2011) , Kim, Lee and Kang(2011) and Nezakati et al. (2012) .Therefore, hypothesis 1 is supported. According to table 3, there is a direct and significant relationship between two indicators and staff's Organizational citizenship behavior (OCB). Based on the results of table 3, the predictors of organizational citizenship behavior are meaning and impact. Therefore, hypothesis 2 is supported in meaning (R2 =0.328) and impact (R 2 = 0.364).These results are compatible with the survey results Bogler and Somech (2004) . In table 4 , there is a correlation between first pair of OCB indicators and competence. In this table first Chi-square, equal to 750581, corresponding to Wilks coefficient at P 0.05 level denotes this correlation as significant. So hypothesis 3 is supported solely in the first pair of canonical variables. Empowering frontline employees is a desirable managerial practice particularly in the higher education where frontline employees directly interact with faculties and students to deliver services. 0n the other hand who display a high OCB in terms of Empowerment to provide a better experience for clients may actually be sacrificing the opportunity to improve their own average check. Thus management should probably review their recruitment and training processes -if staff psychological empowerment is vital to doing services. Without empowerment, universities managers cannot be successful in doing mission of higher education. The managers are the most important factor in human resources empowerment because they influence directly and indirectly on all organization factors. That managers should provide necessary context for empowerment by delegating more power to employees, giving them independence and freedom, providing a collaborative atmosphere, feeling meaning and impact at work , and eliminating conditions which lead to powerlessness of employees, since empowerment of human resources offers potential capacities for utilizing human resources abilities which are not used totally, and in fact, it creates a powerful organizational citizenship behavior between employees. Higher human resources empowerment leads organization closer to achieving OCB between staff of the university.
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Limitations and Future Research:
It should be noted that the current research has several limitations which provide opportunities for further research. First, the sample size for this study was relatively small (n = 122). Also, the generalizability of the findings is limited given that only a convenience sample of employees at university of Isfahan was used to test research hypotheses. Future research, therefore, could perhaps attempt to replicate and enlarge upon the present findings by using a larger sample size from different universities in higher education system, such as other public, Azad, Non-profit and Payame Noor universities. Second, this study only examined the direct impact of psychological empowerment on OCB due to the small sample size. However, it would have been more robust if other variables related to both psychological empowerment and the OCB variables had been included to detect any confounding effect on the relationships of interest. Lastly, it would be useful for future 
